Japanese Assistance for Workforce Development with Technical Intern Training Programme in Asia: Results of the Survey in Saga Prefecture by Piyadasa, Ratnayake et al.
Japanese Assistance for Workforce Development
with Technical Intern Training Programme in Asia:
Results of the Survey in Saga Prefecture＊
Piyadasa Ratnayake1
Saliya De Silva2
Ⅰ．Introduction
Strong economic growth in Asia and its long-term continuation despite
setbacks such as the Asian Financial Crisis of 1997-98 and the Global
Financial Crisis of 2007-08, have been major themes discussed extensively in
various academic disciplines in recent decades. Many studies have provided
explanations for these extraordinary achievements, citing factors such as
history, economic policy, ethics, culture, democracy, development
dictatorship, education, training, formal and informal institutions and so on.
Among these, one commonly-accepted argument is that the economic
success of most countries in the region can be attributed to the high quality
of the human capital rather than the level of natural resource endowments.
As noted by Benson, Gospel and Zhu (2013:1), economic development in Asia
depends on the existence of a well-educated society and a well-trained
workforce. They have further emphasized that workforce development and
skill formation serve as major factors in enhancing economic growth and
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giving a competitive advantage to firms and economies in Asia. It is also
important to consider that workforce development through improvement of
knowledge and skills under various education programs may not be sufficient
unless such programs develop social values3 among their participants. The
economic success of Asia, especially East Asia, has taught us how this type of
integrated human capital --- knowledge, skills and social values, or workforce
development --- has contributed to the continuous economic progress in many
Asian countries in a relatively short period of time, despite the limited
material resources and large populations of these countries, and obstacles
such as unexpected world economic shocks.
Economic success in Asia has affected the labor market of each country in
different ways according to the level of economic development in the
respective country4. Advanced economies such as Japan, South Korea,
Taiwan, Singapore and Hong Kong, are struggling to meet the demand for
labor in order to maintain a comparative advantage for their industrial goods
in the international market. Certain emerging Asian countries that are
attempting to catch-up in the world market are facing difficulties in meeting
the demand for ‘skilled’ laborers required for their ongoing industrial
activities in spite of their huge population sizes. It is important to emphasize
that labor-abundant countries such as China, India, Indonesia, Bangladesh
and other emerging countries are facing the same skilled labor shortage
problem as the economically-advanced countries faced when they were in
the initial stages of their industrial development. The economic history of the
3 In this study, social values are defined as the improvement of the following aspects of the
workforce; discipline, attitude, sense of responsibility, mutual understanding, team work,
commitment to work, ability to adapt to changes of the work place, self-confidence, honesty,
loyalty to duty, obedience to rules and regulations, etc.
4 See Benson, Gospel and Shu (Ed.), Workforce Development and Skill Formation in Asia,
2013, Routledge, pp. 1-39 for a detailed analysis on labor demand for skilled employees and
their development within an organization.
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presently developed countries shows that the export of labor --- so-called
labor migration5--- was one of the most effective and cheapest strategies to
develop their skilled labor force, which in turn fueled their industrial
development. Over time, these countries became labor importing countries
as their economies advanced. The development path of Asia also reveals how
counties managed to fulfill their labor demand at home while training their
labor force in already industrialized countries. At present, labor importing
countries are employing various strategies to overcome their demand for
labor through labor imports, not only to meet their labor scarcity, but also to
remain competitive in their industrial product portfolios by maintaining low
labor costs, both in domestic and international markets.
Japan is facing a severe labor shortage due to the rapid decline of its labor
force as a result a declining fertility rate and an increasingly aging society6,
and changing attitudes of the younger generations towards “3K” work7.
Although the acceptance of foreign workers remains a major solution to fulfill
the demand and supply gap of the labor market in Japan, it is well known that
Japan has been reluctant to enact a clear immigration policy that allows
unskilled foreign laborers to enter the country. This is because policy makers
fear that a large scale influx of migrant workers might create social and
economic problems that burden the country in the long-run. On top of that,
accepting unskilled migrant workers legally may not contribute to the
elevation of small scale enterprises to economically profitable firms because
of the stipulated legal frameworks of monthly wage rates and other
employees’ benefits often increase the costs of production rather than
5 See Appendix Table 1 for information on export of labor force or migration in Japan
during its early stages of industrialization.
6 See Appendix Figure 1 for detailed information on declining birth rate and increasing
aging people in Japan.
7 3K means, Kitanai (dirty), Kitsui (hard) and Kiken (dangerous).
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reducing them. In this respect, the government of Japan revised its
traditional technical assistance program, which commenced in the 1960s
under Official Development Assistance (ODA), with adding the Technical
Intern Training Programme (TITP) in 1993 with the aim of meeting the labor
demand of small and medium scale industries in Japan, while transferring
Japanese technologies to developing counties, especially in Asia. This policy
helped to solve the labor demand and supply problem in Japan and Asia to
some extent. According to the Japan International Training Cooperation
Organization (JITCO), there were about 167,626 intern trainees from about
35 different countries working in 72 fields in all of the prefectures of Japan in
2014. Among these were 1,336 trainees dispatched from mainly Asian
countries to work in about 20 industrial fields in Saga prefecture (JITCO
White Paper, 2014; Ministry of Justice, 2014).
The conceptual framework for the study of the TITP and the way it
contributes in various ways to the development process in the labor
accepting country (Japan) as well as labor sending countries (countries in
Asia) are displayed in Figure 1. As Figure 1 illustrates, this study assumes
that the TITP offers benefits to both the labor accepting country as well as a
labor sending country, resulting in a win-win situation. The labor accepting
country (i.e. Japan) is able to fulfill its labor scarcity to maintain comparative
advantage of its agricultural and industrial products while protecting
employment opportunities through labor-intensive SMEs for its domestic
labor force. For a labor sending country, it can achieve multiple objectives
such as the training of its unskilled workforce, helping to resolve
unemployment problems, acquiring foreign exchange to fuel the national
developments process, and improving the entitlements and living conditions
of the trainees and their family members. On top of this, this study
hypothesizes that the benefits to both countries contribute to achieving
stable social and economic development for both Japan and Asia by
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establishing a firm relationship between the two groups and leading to an
integrated Asian economic region in the long-run.
This study examines the extent to which the TITP is contributing to the
development of the workforce or so-called “human capital development”,
urgently required by developing countries in Asia for their ongoing industrial
development. It also investigates the level of workforce development
according to the differences of nationality and socioeconomic background of
the trainees. An analysis of the TITP’s contribution to addressing the labor
shortage problem in Japan or reducing the costs of production, thus keeping
Japanese products competitive in international market, is outside the scope of
this study.
The data used to ascertain the above objectives has been collected from two
types of sources: primary sources (field surveys) and secondary sources
(literature surveys). A structured questionnaire was administered to collect
information on the socioeconomic background of the trainees and the
strengths and weaknesses of the TITP. The survey was conducted in the
Saga prefecture from February to December 2015 among 308 trainees from
three countries in Asia (China, Vietnam, and Cambodia). In addition to the
field survey, personal discussions were carried out on the subject with
relevant prefectural officials, representatives of the trainee-accepting
companies, including the owners of small and medium manufacturing firms in
Saga, and NGOs set up to assist foreign workers in Kyushu Island, where
Saga prefecture are located. The study also gathered data from interviews
with selected trainees from Philippines, Sri Lanka and Thailand in addition to
the above three countries. Necessary information was also collected from
officials from sending institutions administered by the ministries of labor and
private sending organizations in Thailand and Sri Lanka to support further
analysis of the survey data.
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Ⅱ．The TITP and Workforce Development: Results of the Survey
① Socioeconomic background of the technical intern trainees
The socioeconomic background, particularly sex, age, civil status, family size,
area of settlement in home country, level of education, language ability and
income level of the trainees who are working in various firms at present in
Saga prefecture under the TITP are given in Table 1. The data in the Table
reveals that nearly 100 percent of the trainees who come from China and
Vietnam are females, and majority are living in rural areas of their home
country. Of the female trainees from Cambodia, 62 percent of them are from
urban and semi urban areas. A distinguishing feature of Vietnamese trainees
is that more than two thirds of them are under 25 years of age. This age
group accounted for only about 42 percent of the trainees from China and 51
percent from Cambodia. Overall, approximately 90 percent of Vietnamese
and Cambodian trainees are less than 30 years old, while about 66 percent of
Chinese trainees are in this age group.
It is also important to note that Vietnamese and Cambodian trainees have
higher education levels than Chinese trainees. This reveals the availability of
economic opportunities for educated young Chinese at home compared to the
other two countries. It is well known that China is now the world’s second
largest economy and its economy has expanded in a comparatively short
period compared to other countries in the world. Rapid progress in most
economic fields in China, especially in manufacturing sector, has helped
absorb a large share of the surplus labor from the agricultural sector.
Educated people in China, it can be assumed, would not join a program like
the TITP because they can perhaps earn more than the TITP’s
remuneration by working at home. Cambodia and Vietnam, in contrast, have
not yet achieved the level of industrialization that China has and thus are not
yet able to absorb their vast surplus labor from the agricultural sector.
Workforce Development with Technical Intern Training Programme in Asia
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Another noteworthy finding about the trainees in our study is that more than
80 percent of Vietnamese and Cambodians are unmarried young people. The
survey also found that more than 90 percent of the trainees from Vietnam
and Cambodia belong to poor families that lives on an income of less than $2
per day. However, only 35 percent of Chinese trainees belonged to this
income group.
Often the differences of socioeconomic background of the trainees by country
reflects the level of economic development in each country. According the
surveys we conducted, most of the young women who join the TITP belong
to impoverished families in rural areas. They said that they join the TITP to
help their families overcome their economic difficulties rather than learn
technologies and skills in Japan. Some women said that they want to earn
money and save it for their marriage and have a good family life in the future,
as traditional marriages in their home countries require large sums of money
to meet various needs. The survey also established that traditional
sociocultural values and family bonds in Asia also inspired these young
women to work on behalf of their families. In this respect, the manager of a
small company, which has been accepting trainees from Philippines during
the last seven years gave the following statement about how trainees are
helping their families back in their home countries and the problems this may
pose for their future:
The trainees who are working in this company are not eager to save
money in their own bank account in Japan. They remit all their
monthly remuneration to their families in Philippines. When I
questioned one woman about why she is sending away all her
earnings, she said she wanted to help her husband and children, and
also her sister’s wedding and her brother’s studies etc.
The most noteworthy problem pointed out by the manager is that when
trainees returned home after the contract period, some of them found that
佐賀大学経済論集 第49巻第2号
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their husbands had abandoned them and their children, and had used all the
trainees’ remittances to support the husbands’ new families without leaving
any money for the trainees or their children. These trainees then have to find
another job to support their children. The manager of the firm further
stressed that it is difficult to expect trainees to have improved living
conditions after returning to their own country. This means that these
trainees are facing an endless cycle of social and economic uncertainties even
after working in Japan. Although such occurrences are not uncommon,
Table 1: Socioeconomic Background of the Technical Intern Trainees, %
China Vietnam Cambodi Total
Sex
Male 0．6 0．0 37．7 6．9
Female 98．9 100 62．3 93．1
Age
20-25 41．9 70．7 51．1 50．7
26-30 24．4 16 42．6 25．2
31-40 24．4 13．3 6．4 18．7
More than 40 9．3 0．0 0．0 5．4
Civil Status
Married 55．8 18．4 18．9 39．6
Single 44．2 81．6 81．1 60．4
Family Members
Less than 5 91．3 60．8 40．4 75．5
More than 5 8．7 39．2 59．6 24．5
Home Town
Rural 73．3 90．4 44．2 72．1
Semi Urban 15．8 1．4 36．5 16．0
Urban 10．9 8．2 19．2 11．8
Education
Primary 3．4 0．0 3．9 2．7
Junior High 70．1 20．8 11．8 47．5
High 21．3 48．1 62．7 35．1
College/University 5．2 31．2 21．6 14．8
Japanese Language
Good 0．7 15．1 0．0 2．2
Fair 35．3 84．9 61．2 44．1
Poor 64．0 0．0 38．8 53．7
Average Per Capita
Income Level
Less than$2 per day, % 35．0 95．0 96．0 61．0
Less than$.5 per day, % 37．0 2．5 2．0 22．0
More than$5 per day, % 28．0 2．5 2．0 17．0
Sample Size: China 177; Vietnam 77; Cambodia 54: Total 308
Source: Sample Survey on Technical Intern Trainees in Saga Prefecture, 2015
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according to the interviews the majority of trainees appear to be getting
positive impacts on their living conditions by the income earned through the
TITP.
Work Experience: Although 90 percent of trainees from China and Cambodia
mentioned that they have had work experience before commencing their
training in Japan. Work experience of Chinese mostly consisted of about four
years mainly in the apparel industry operated by small-scale garment
factories. The majority of the survey respondents are being trained in the
same field or a related field of the garment industry in Saga prefecture (Table
2). During our interviews with some selected trainees, we found that many of
them had very limited work experience before they decided to join the TITP.
Of those who had some length of work experience, most went through a very
short training arranged by the sending institution of their home country.
Table 2: Work Experience of Trainees before Arriving in Japan, %
China Vietnam Cambodia
Work
Experience in
Home Country
Experience
Yes 90．8 67．2 90．0
No 9．2 32．8 10．0
Average work experience (Months) 51．0 27．0 17．0
Type of
organization
Government 3．0 4．4 9．5
Private 87．0 85．0 61．9
NGO 3．0 4．2 9．5
Self 7．0 6．4 19．1
Type of work
Permanent 33．3 78．6 29．4
Temporary/Casual 66．7 21．4 70．6
Field of Work
Agriculture 3．1 3．2 21．4
Fishery 1．9 1．6 7．1
Food manufacturing 13．8 6．5 3．6
Textile 55．0 62．9 17．9
Machinery and metal 3．8 1．6 46．4
Construction 0．0 0．0 3．6
Other 22．5 24．2 0．0
Source: Same as Table 1
佐賀大学経済論集 第49巻第2号
―10―
According to our surveys, work experience is not an important pre-requisite
to enroll in the program because the host institution in Japan usually
provides job training that suits its own production process. Most of the
trainees engage in a simple labor-oriented production processes which can be
learned easily within a few days. Therefore, similar work experience back at
home is not an imperative.
②General impression of trainees on language and orientation program
Language and other training in home countries: According to the rules and
regulations of the Japanese government, TITP trainees are required to go
through language and other necessary training in relevant skills before
leaving their home country as well as after arriving in Japan. Results in Table
3 reveal that although most of the trainees have received Japanese language
training prior to their arrival in Japan, the duration has been limited to very
short periods of less than five months. This is the main reason for poor
knowledge of the Japanese language among the majority of trainees.
However, it is interesting to note that more than two thirds of the trainees
from Vietnam said that they have received sufficient knowledge of the
Japanese language during the training program, even though it was less than
five months. These trainees may have learned Japanese before taking this
short-term language training course. This is true according to our interviews
with Vietnam trainees. Many of those with a college degree had studied
Japanese as part of their education. There was at least one example of a
Japanese company having its own Japanese language school in Vietnam, and
train its trainees there.
However, most company representatives in Japan said that the Japanese
language proficiency of the trainees working in their firms was very poor.
When we posed a question on this issue to the Vietnam trainees, they
confessed that they lived in groups with trainees from their own country and
Workforce Development with Technical Intern Training Programme in Asia
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therefore communicated mostly in Vietnamese and did not get the
opportunity to practice Japanese. They further noted that it was not
necessary to learn Japanese language because they used Japanese very
rarely during their training period in Japan. In this respect it is important to
note that if Japanese companies arranged for their trainees’ to stay in private
apartments in the local vicinity rather than pack them into company
dormitories, seems likely the trainees would not only improve their Japanese
language skills, they would also establish better relations with Japanese
people in their regional community. There is no doubt that such
arrangements would contribute to the internationalization of Japanese
society and give the trainees a better understanding of Japanese culture.
Another notable observation was that a majority of trainees said that they
got sufficient training in their home countries on culture, general rules, laws,
regulations, climate and food in Japan. However, Chinese trainees were not
much satisfied with this training compared to trainees from the other two
countries. The major reason for this is probably the prevalence of a similar
sociocultural situations in Japan and China. Even though the training period
was relatively short, the importance of training for life in Japan cannot be
Table 3: Language and other Training Received in Home Country, %
China Vietnam Cambodia
Japanese Language Training before Coming to
Japan
Yes 89．7 100 100
No 10．3 0．0 0．0
Duration of Japanese Language Training
before coming to Japan
Months 3 5 4
Do you think that you got sufficient knowledge
on Japanese language during the training
program?
Yes 46．9 67．1 49．0
No 53．1 32．9 51．0
Do you think that you got sufficient knowledge
about Japan? (Culture, rules, regulations,
climate, food, etc.)
Yes 63．6 98．7 82．4
No 36．4 1．3 17．6
Source: Same as Table 1
佐賀大学経済論集 第49巻第2号
―12―
underestimated.
Reason for selection and awareness about the TITP: It is interesting to note that
although one of the primary aims of the TITP is to provide training in various
fields for human resource development in Asia, the majority of the trainees
said the main reason they applied for the program was to earn some money
and help their families (Table 4). The data in the Table also reveals that the
majority of the trainees had very little knowledge about the details and goals
of the program before coming to Japan. The main reason for this is probably
different interpretations of the goals of the program by the different parties
involved. Policy makers in Japan interpret the TITP as a training program,
which aims to help developing countries. The following statement by JITCO
provides evidence of this notion.
There is a need to provide training in technical skills, technology, and
knowledge from developed countries in order to train personnel who
will become the foundation of economic and industrial development
in developing countries. In an effort to address this situation, the
Japanese government has created the ”Technical Intern Training
Program”, an initiative that provides training for a specific period in
Table 4: Reason for selection and awareness about the Japanese TITP, %
China Vietnam Cambodia
Recommended by Family/Friends at Home 28．8 10．4 38．9
Recommended by Sending Organization 20．3 2．6 14．8
Japan is My Favorite Country 23．2 48．1 33．3
My Japanese language ability 18．1 50．6 13．0
To Learn Japanese Technology 28．8 58．4 35．2
To Work in a Foreign Country 10．2 19．5 16．7
To Earn Money and Help My Family 66．7 83．1 40．7
To Commence Business at Home 24．3 40．3 31．5
Your knowledge on the TITP
before Arriving in Japan
Didn‘t know anything 14．9 0．0 8．2
Knew a little 82．0 80．6 69．4
Knew well 3．1 19．4 22．4
Source: Same as Table 1
Workforce Development with Technical Intern Training Programme in Asia
―13―
industrial society to both youth and adult workers from all countries.
The purpose of this program is to transfer skills to Technical Intern
Trainees who will form a basis of economic development in their
respective countries and play an important role in Japan’s
international cooperation and contribution (JITCO, 2016).
However, both accepting firms in Japan and sending institutions in Asia as
well as the trainees themselves view the program as an employment
opportunity, which helps both trainees as well as the firms. Despite this, the
survey found, the second main reason for participating in the TITP for a
number of Chinese and Vietnamese trainees is to learn Japanese technology.
This view was apparent in the opinions stated by trainees in the short-term
training programs conducted by JITCO or similar organizations before they
were dispatched for training in the firms where they work.
Short-term Training in Japan before the TITP: Data in Table 5 is strong
testimony of the program’s value to the trainees. More than 80 percent of
Vietnamese and Cambodian trainees stressed that their short-term training
program was useful or very useful. They further said the program improved
their basic Japanese conversation skills, and helped them to understand
Japanese culture and society which invariably contributed to a positive work
experience at the firms where they work. Although about one-third of
Chinese trainees said that the short-term training was not very useful for
their activities in Japan, approximately 90 percent of the trainees from the
other two countries in the sample survey claimed that this program was
very important for their work life in Japan.
It is interesting to note that responses vary according to the nationality of the
trainees: nearly 100 percent of Vietnamese trainees noted that they liked the
short-term training program because they could receive living expenses
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―14―
during the training without working; Chinese trainees said it was important
for them to get accustomed to Japanese life; and Cambodians mentioned that
it was important for them to learn the Japanese language. It can also be
argued that the variations of opinion are correlated with the socioeconomic
conditions of each country. For example, 100 percent of Vietnamese and
Cambodian trainees said that they did not like the short term training
program because allowances disbursed during the training period were very
low and they wanted to receive their wages sooner than they did (Table 5).
An overwhelming majority of Chinese trainees agreed that the training
program was important in preparing them before commencing their TITP
and work in Japan. It is a commonly known fact that economic conditions in
Cambodia and Vietnam are lower than those in China and the responses of
Table 5: Trainees’ Opinions on the Short-Term Training Program in Japan, %
China Vietnam Cambodia
Opinions on Short-term
Training Program
Very useful 8．1 42．9 16．3
Useful 56．5 55．8 67．3
Somewhat useful 0．0 0．0 0．0
A little 30．4 1．3 8．2
Not useful at all 5．0 0．0 8．2
Necessity of the
Training Program
Yes 92．4 89．0 88．9
No 7．6 11．0 1．9
If YES, What are
the Main Reasons
To get used to Japanese life 71．8 59．7 33．3
To understand Japanese language 34．5 41．6 51．9
To learn Japanese law, security &
safety
49．2 71．0 48．1
To get living expenses without
working
1．7 99．8 20．4
If NOT, What are
the Main Reasons
To get wage soon 3．4 11．7 100．0
Difficult to understand without an
interpreter
7．9 1．3 1．9
Wage received to cover the living
expenses is very low
4．0 100．0 1．9
Must get this training at home 2．8 13．0 100．0
Source: Same as Table 1
Workforce Development with Technical Intern Training Programme in Asia
―15―
the trainees could therefore be driven by this factor. It also should be noted
that not only economic factors but also cultural factors as well as insufficient
training and related arrangements of the sending institutions of home
countries may also cause the disparity of opinions. The survey found that the
low level of education of the trainees also caused disparities in the opinions of
the trainees. As mentioned in a previous section, a considerable number of
trainees said they were motivated to take part in the TITP only for the
immediate or short-term monetary benefits to help their families, rather than
by long-term aspirations of investing the money and knowledge they
received in Japan for a brighter future when they returned to their home
countries. As noted before, traditional family values that prevail in rural Asia
may be the reason for such a way of thinking. Promotions by the sending
organizations, which often stressed that trainees could earn the equivalent of
30 years income in their home countries by working only three years in
Japan may have also contributed to the diverse opinions.
Surveys in labor-sending countries discovered that private sending
organizations often did not make sufficient arrangements to provide training
and knowledge of the TITP to trainees before their departure. Agents of
sending organizations responded to these accusations by saying that they did
not receive sufficient funds from Japanese firms to employ suitable teachers
or conduct proper training programs required by the Japanese firms.
Another major problem pointed out by a sending organization in Asia was
that their trainees often expected high pay for relatively little work while
Japanese firms expected people willing to work hard for a low wage. This
inconsistency of expectations may also affect the disparity of opinions
indicated in Table 4 and 5.
③A Profile of the accepting firms and opinions on the TITP
Table 6 reveals important information on the classification of accepting firms,
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classification of training programs by field and trainees’ attitudes on the
TITP based on the sample survey. According to the data, about half of the
trainees from all countries that participated in the survey are working in
relatively large enterprises with more than 100 employees, while few
trainees are working in micro scale enterprises. Among these, 71 percent of
the Vietnamese and 44 percent of the Chinese are working in apparel-related
fields while two-thirds of the Cambodians are working in machinery- and
metal-related industries. It is also important to note that 62 percent of
Chinese said they worked for about 10 hours per day, while only 38 percent
Table 6: Information on the Accepting Firms and Trainees’ Opinions on their Training Program in Japan, %
China Vietnam Cambodia
Type of Accepting
Firm
Less than 10 employees 10．2 1．4 7．0
10 to 50 employees 31．7 10．0 34．9
51 to 100 employees 17．4 45．7 7．0
More than 100 employees 40．7 42．9 51．2
Field of Technical
Intern Training
Program
Agriculture 5．4 0 2．2
Fishery 6．5 5．3 0
Food manufacturing 17．9 12．0 13．0
Textile 44．0 70．7 19．6
Machinery and metal 0．6 0 65．2
Construction 0．6 0 0
Other 25．0 12．0 0
Time Spent per day for
the Training (including
overtime work)
8 hours 32．7 60．5 60．0
8-10 hours 62．4 38．2 38．0
More than 10 hours 4．8 1．3 2．0
Level of Technology
Learned During the
Training Program
Advance level 10．0 62．9 74．0
Ordinary level 41．2 28．6 26
Simple level 48．8 8．6 0
Usefulness of the
Technology learned
Very useful 4．8 29．3 16．3
Useful 36．9 64．0 40．8
Somewhat useful 44．0 5．3 26．5
A little 10．7 1．3 16．3
Not useful at all 3．6 0 0
Source: Same as Table 1
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of the Cambodian and Vietnamese trainees said they worked that many
hours. The hard working culture in China and economic conditions of the
individual Chinese trainees might explain this discrepancy. As indicated by
Table 1 the income level of the Chinese trainees varied from less than $2 per
day (35 percent) to more than $5 per day (28 percent).
It is important to note that the opinion of the trainees in regard to the level of
technology they learned during the training program varied significantly
according to the nationality of the trainees. For example, 90 percent of
Chinese trainees said that the technology they learned from the firm was
ordinary and simple. However, 74 percent of Cambodians and 63 percent of
Vietnamese trainees said that they got an opportunity to learn advanced
level technologies from the host companies. The impression of trainees on the
functionality of the technologies they learned also varied according to their
nationality: the majority of Vietnamese and Cambodians thought that the
technology they learned was very useful or useful, while only 42 percent of
Chinese thought the same. This variation of opinion reveals the disparity of
the existing level of technology and economic development in the three
countries. China already possesses most of what could be termed ‘ordinary
level technologies’ related to apparel and other manufacturing industries
while this is less true in Vietnam and Cambodia. Consequently, the opinions
of the trainees has been shaped by the levels of technology available in their
home countries and the technologies imparted by the Japanese firms. If the
expectation in Japan that the TITP will transfer technology to developing
Asia, then Japanese policy-makers should carefully consider the expectations
and backgrounds of trainees from different countries.
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Ⅲ．Workforce Development: Knowledge, Skills, Social Values, Work
Ethics and Attitudes
① Improvement of knowledge and skills
The provision of various types of assistance to improve the knowledge and
skills of the labor force required by the development process of developing
countries is not a new characteristic of Japanese Official Development
Assistance (ODA) policy. The revised technical assistance policy, which was
introduced in 1993 as the TITP, is an outcome of ODA policy. The program
intends to provide training in 72 fields mostly in agricultural and industrial
sectors. Usually, the trainees are given on-the-job training in technical
knowledge and skills in selected tasks related to their work.
In the sample survey, trainees were asked to indicate their perceptions on 12
areas of technical knowledge and skills gained during their participation in
the TITP in Japanese companies. The result of the survey ascertained the
majority of the trainees made gains in 10 areas of technical knowledge and
skills (Table 7). The two areas where they feel they did not make gains were
management skills and confidence in the general work field. The perceived
level of contribution of the TITP to the lives of the trainees varied according
to the nationality of the trainees. The majority of Chinese trainees believed
that they gained knowledge only in three areas: team work, quality of the
work and commitment to work. However, more than 90 percent of
Cambodian trainees expressed that their knowledge was highly improved in
nine areas by working under the TITP. About two-thirds of Vietnamese
trainees believed that their knowledge was highly improved in seven areas
as indicated in Table 7.
The country wise disparity of opinions is highly correlated to the economic
development levels and sociocultural practices in the home countries of the
Workforce Development with Technical Intern Training Programme in Asia
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trainees as well as the level or type of technical training given by the
Japanese firms. As has been noted several times earlier in this paper the
disparity of opinions by trainees from China compared to those from Vietnam
and Cambodia could be due to the fact that the level of industrial technology
found in China, popularly known as World‘s Factory, is on par with that of
Japan. The similar work cultures China and Japan may also be a factor in the
low-level opinions expressed by Chinese trainees on the work knowledge and
skills they obtained in Japan. On the other hand, the type of training given by
the Japanese firms may also be a reason for the low-level opinions among
Chinese trainees. The survey found that trainees are not given work in
sophisticated technical areas. Rather they do monotonous jobs which don’t
require much technological knowledge. As mentioned already, 90% of the
Chinese believe that the technical skills they learn are either simple or
ordinary. In addition, 58% of them believe that technical skills they learned
are either not useful or useful to a limited extent. Conversely, Vietnamese
and Cambodians have different opinion about the technical knowledge and
skills they learned in Japan, generally saying they received more technical
knowledge and skills than their Chinese counterparts said they did (Table 6).
A majority of trainees, particularly Chinese and Vietnamese were not
satisfied with improvements in their management skills, while the
Cambodians had a mixed feeling about the issue. While the Chinese believed
that the TITP was not very useful for the improvement of professional
knowledge, the rest believed it was very useful. The majority believed that
the TITP was useful in developing team work, confidence in their work field,
and adaptability to the workplace. The TITP has not been useful in
developing computer skills, as most of the work done by trainees in Japanese
firms does not require computer skills. If these skills were required, the
trainees would have difficulties because most of the computers used by
Japanese firms use Japanese language software and their written Japanese
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skills are not very developed. The majority of trainees believe that the TITP
has not been very useful to learn skills such as future planning and risk
taking. It could be argued that this is because trainees are not involved in, nor
contribute to any decision making processes --- where such experiences could
be gained and employed --- but simply follow the decisions made by their
Japanese superordinate (boss). Areas where significant numbers of trainees
believed that their training was very useful were ‘quality of work’ and
‘commitment to work’. It is a common practice in Japan that irrespective of
the type of work involved in all ranks of Japanese employees, from top to
bottom, are expected to maintain very high quality at all costs, and be
completely committed to their work. These practices are therefore well
imparted to all the trainees.
The diversified findings noted above with regard to the improvement of
knowledge and skills and the differences according to nationality are strongly
correlated with trainees’ socioeconomic background as well as the nature of
the training program. For example, the education level of the trainees may
not be sufficient to acquire sophisticated knowledge such as technical
knowledge, computer skills, management skills, future planning and risk
taking. Moreover, the majority of trainees are young women from rural areas
in their countries, belonging to the poor strata of the society. It is also
important to keep in mind that the main goal of less-economically-well-off
people is to earn as much money as possible to help their families rather than
learn technologies from Japanese firms. At the same time Japanese firms are
unlikely to be interested in transferring such knowledge to foreign workers
who are working on short-term contracts as such training takes a lot of time
and effort for both trainers and trainees, and is likely to be a financial burden
for the firm. As mentioned earlier, one of the main objectives of the host
companies is to meet their labor scarcity needs with low-wage labor. During
our factory visits, we observed that most of the advanced technological work
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and management practices utilized Japanese employees while labor-intensive
and mundane manufacturing work (3K) was allocated to foreign trainees.
② Improvement of social values, personality and work ethics
A principal factor behind the rapid modernization of the Japanese economy
has been the inculcation of social values and work ethics in addition to
knowledge and skills and integrating people with these values and ethics into
the work force. In contrast, many countries in the developing world boast of
people knowledgeable in subject matters, but their contribution to
socioeconomic development is very low. This is because they are either not
employable or even after they are employed their productivity is low due to
deficiencies in social values needed to function in a modern economy. With
the assumption that all this is true, we conducted a survey in which
participants were asked to respond to 15 statements related to social values,
personality, and work ethics achieved during their training program in Japan.
The result of the survey (Table 8) disclosed that the majority of respondents,
ranging from 70 percent to 93 percent, indicated that their social values were
highly improved by working as trainees in the TITP. More than 90 percent
of the respondents said that the TITP contributed to the development of
their social values and work ethics such as honesty, diligence, obeying rules
and regulations, respecting others in the society, loyalty towards work, and
punctuality. Although lower affirmation numbers were given to improving
skills such as creativity, taking responsible risks, social networking, and
developing a desire to save and invest, the affirmation rate was still high,
over 70 percent.
Similar to other findings, ratings of social values improvements while in
Japan by trainees varied according to nationality. More than 90 percent of
Chinese trainees indicated that their social values were highly improved in all
15 indicators except ‘creativity‘, which still ranked high, at about 78 percent.
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Nearly 100 percent of Cambodian trainees felt that their social values were
highly improved in all 15 indicators. Among the Vietnamese trainees,
perceptions on social values were lower. Only ‘honesty‘ ranked above 90
percent for highly improved and only ‘hardworking, obeying rules and
regulations, respecting others in the society, loyalty towards work, desire to
save and invest and punctuality‘ ranked above 80 percent for highly
improved. ‘Creativity, social networks and taking reasonable risks’ were less
than 40 percent in the highly improved category among Vietnamese. The
variation of opinions on social values, especially among Vietnamese trainees,
may be related to their specific socioeconomic background, mainly age, civil
status and living areas and the cultural differences of trainees. According to
the survey (Table 1), 71 percent of Vietnamese trainees were less than 25
years old. Of them, 82 percent were unmarried. Moreover, 90 percent of
them were living in the rural areas of Vietnam. However, trainees in the
other two countries were more varied in terms of age, civil status and living
area. The type of training program the trainees participated in Japan may
also have shaped their opinions. As already indicated in a previous section,
the TITP work in most firms is confined to mundane and monotonous tasks
and therefore there is less opportunity for trainees to improve values like
creativity and taking responsibility.
Finally, it should be pointed out that the results of the survey (Table 7 & 8)
reveal that, comparatively, irrespective of the country of origin, trainees say
they improved their social values and work ethics more than they improved
their technical and management skills. It is also noteworthy that unlike
technical and management skills, perceptions of social values and work ethics
showed less variation according to the country of origin. These social values
and work ethics, it can be reasoned, could have a positive impact on the
trainees and the work places in their home countries, if applied, after the
trainees return to their home countries.
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③Attitude towards host organization and Japanese society
The TITP is designed to benefit Japanese enterprises that host the trainees
through establishing and strengthening long term relationships with
overseas companies by nurturing a favorable attitude towards the host
enterprises and Japanese society among the trainees. In general, Japan is
popularly known as a hospitable country. It is famous for its friendly and
polite culture and the concept of ‘ omotenashi‘, which can be roughly
translated to mean “deep hospitality.” Bearing all this in mind, our survey
attempts to delineate 15 common socio-cultural features that characterize
Japanese workplaces and society. The survey requested respondents
indicate their opinion about each of these features on a scale from excellent
to poor (Table 9).
Overall, more than half of the trainees gave ratings ranging from good to
excellent for all the socio-cultural features except for one (help from the
regional community) identified in this research. More than 70 percent of the
trainees identified polite behavior, a friendly environment, kindness of the
people, human relationship, help from Japanese colleagues and facilities as
either excellent or good in Japan. There were mixed feelings about other
features such as that of help from the regional community, indiscriminate
attitude of the society, practicability of the training program, flexibility of
technology transfer, freedom, independence at work, respecting social values,
and support of the Japanese employer even after returning to their home
country. Even so, 49 percent to 68 percent of the trainees rated these
features as excellent or good.
A noteworthy feature of the result of this part of the survey is that the
attitudes of trainees towards their training firms and Japanese society, as in
earlier parts of the survey varied according country of origin. According to
the data in Table 9, more than 70 percent of the Chinese trainees rated only
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four categories --- namely friendly environment, polite behavior of the society,
kindness of the people and human relationship --- as good to excellent in
Japan. However, more than 80 percent of Vietnamese trainees identified
eight categories as good to excellent. Categories that a lower percentage of
favorable ratings were 1) help from regional community, 2) indiscriminate
attitude of the society, 3) practicability of the training program, 4) holistic
training and moral support, 5) flexibility of technology transfer, 6) respecting
social values and 7) support of the Japanese employer even after return to
home country. By contrast, Cambodian trainees had very moderate attitudes
towards all categories except indiscriminate attitude of the society.
The existence of similar cultural practices linked to Confucianism and
Buddhism in China, Vietnam, Cambodia and Japan explain some of the
responses by the trainees. For example, similar working cultures in both
Japan and China may have caused the similarities and differences of the
attitudes indicated in Table 9. Another major finding of this part of the
survey is that Cambodian trainees have a very poor attitude (only 27 percent
good/ excellent ratings) towards the category of indiscriminate attitude of
the society. Poor knowledge of Japanese language could be the major reason
for the difference of attitudes between Cambodians and people from the
other two countries. One more significant finding worth mentioning is that
the relationship between trainees and the regional community remains at a
very low level. The main reason for this is that the TITP provides only very
little or no time for trainees to interact with the regional community. The
present survey found that trainees do not have sufficient freedom or time to
visit local shops or other places, or participate in various events festivals,
volunteer work, etc. organized by the regional community. According to the
survey, the trainees are legally allowed to work eight hours, with two over-
time hours per day (i.e. ten hours per day). They have only one day of off. Our
interviews with trainees revealed that some of them work longer than the
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specified maximum time of 10 hours per day. This heavy workload hampers
their involvement in regional community. Another reason for this situation,
learned from the survey, is that trainees are living in company dormitories
which are isolated from the regional community. Earlier research revealed
that the regional community has been very useful in creating a long-lasting
friendly relations between Japan and Asian countries and transferring
traditional Japanese social values to Asia8. Despite a lack of interaction with
the local community, most of the trainees surveyed, irrespective of their
country of origin, had a positive attitude towards almost all the socio-cultural
features in our survey. Thus is can be argued that the TITP in Saga has been
effective in laying a foundation to create a long lasting relationship between
Japan and Japanese businesses with people and businesses in the home
countries of the trainees.
Ⅳ．Weaknesses of the TITP
The survey attempted to examine major problems faced by trainees under
three main categories: 1) the type of problems confronted by trainees by
themselves during their training period in Japan; 2) complexities faced by
host companies or so-called SMEs (Small and Medium Scale Enterprises) in
Japan; and 3) difficulties connected to the sending organizations that make
work arrangements for the trainees in Japan.
① Problems faced by trainees during the training in Japan
Table 10 shows the results of an analysis of major problems faced by the
trainees during their training program in Japan. Responses were obtained for
12 major problem areas, and the results revealed that a considerable number
8 See Ratnayake and De Silva (2013) for a detailed analysis on human capital development
with Japanese assistance and its relationship with the regional community.
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of trainees experienced problems in these areas during their stay in Japan. In
general, the biggest problems faced by all trainees were language difficulties
(98 percent) and the absence of a counseling service (83 percent). In addition,
the majority of the trainees said the high cost of living in Japan, the Japanese
climate, an absence of a generalized assessment system, and the bureaucratic
administrative system in Japan created problems for them during their
working period in Japan. Another 40 percent of trainees identified strict
regulations of the Japanese government, unavailability of religious facilities
and their work description as problems they confronted in Japan. The least
problematic areas for trainees included Japanese housing facilities, cooking &
food preparation, and company regulations. It is important to note that about
50 percent of trainees in all three countries said that they were not facing
serious difficulties except for two problems (language difficulty and
unavailability of counseling service) of 12 problems indicated in Table 10.
Some difficulties identified by trainees differed according to nationality of the
trainees. For example, most of the Vietnamese trainees did not recognize
most of the areas as major problems. Only language, cost of living and climate
were highlighted as problems they had faced during their training program.
By contrast, more than 50 percent of Cambodian trainees said that all
categories except strict company regulations were major problems they had
faced in Japan. Chinese trainees said that Japanese housing facilities, climate
and strict regulations of the Japanese government were not problems, the
other seven categories presented major problems during their stay in Japan.
Economic disparity, climatic differences, differences in food culture and
language difficulties may have been the major reasons behind the
dissimilarities of opinions.
In addition to the specific problems faced during their training program, the
trainees were asked whether they faced other problems in their day-to-day
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Table 11: Major Problems Faced in Day-to-day Life, %
China Vietnam Cambodia Total
Yes No Yes No Yes No Yes No
Do you have any problems in your daily life? 92 8 94 6 89 11 92 8
If yes, what are they
Language 40 48 46 43
Depreciation of Japanese yen 74 84 70 76
Human relationships 6 4 9 6
Other 12 3 0 8
Source: Same as Table 1
life in Japan. It is important to note here that about 90 percent of the
respondents in all three countries identified at least one problem (Table 11).
Interestingly, more than three fourths of them identified the weakening of
yen as the biggest problem. The survey was conducted in 2015. The Japanese
yen dropped in value from 79 to 121 yen per US dollar during the three year
period from 2012 to 20159. This means that a trainee working for three years
in Japan during that time experienced a 53 percent depreciation of the
Japanese yen from the time of his or her arrival in Japan. Concerns about yen
depreciation also clearly show that one of the major intensions of the trainees
is to make as much money as possible and presumably save it and send it to
their home countries. As already discussed earlier, 67 percent of Chinese and
83 percent of Vietnamese (Table 4) identified earning money to help their
families as their major reason for choosing the TITP in Japan.
The level of satisfaction in regards to the income of the trainees was
measured on a three-point scale: satisfied, neutral, and dissatisfied. The
majority of the respondents said they were either satisfied (37 percent) or
had neutral (53 percent) perception about the income they received from
their host company. While no Vietnamese or Cambodians said they were
9 US Forex: Accessed on 25/01/2016, Available at: http://www.usforex.com/forex-tools/
historical-rate-tools/yearly-average-rates
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dissatisfied with their wages from the company, 17 percent of the Chinese
trainees said they were dissatisfied about their allowances. These figures
may reflect the different levels of economic development that exist in the
three countries. As noted in a previous analysis, per capita income in China is
much higher level than in Cambodia and Vietnam.10
Although, this survey could not obtain the income data of the trainees
because of its sensitive nature, informal discussions with returned trainees
(returnees) indicated that they received between JPY 60,000 - 90,000 per
month in wages and other payments after fees for various amenities (e.g. rent,
electricity, water, gas) were taken out. These wages and payments were
much higher than the nominal wages in their home countries, which range
from JPY 8,925 in Cambodia to JPY 64,575 in China according to a survey of
per capita income in these countries in 2014.
In recent years Asia has arguably been the world’s most dynamic region,
economically. Real wage growth there has been much superior to that of the
rest of the world11. According to available data, real wages in the countries in
our survey grew more than 10 percent between 2012 and 2013. In contrast,
real wages in Japan retreated by 0.8 per cent in 201312. The largest real wage
growth has occurred in China, where workers have enjoyed double-digit
wage growth since 2010. The per capita income data for the three countries
in our survey shows that China’s monthly income is now more than four
10 Gross National Income per capita at Atlas method (current) in survey countries in 2014
was as follows: China: $7,380; Vietnam: $1,890; Cambodia: $1,020 (ADB, 2015:231).
11 In the developing and emerging economies of Asia, real wages grew 6.0 per cent in 2013
and 5.9 per cent in 2012, in line with previous years. This is significantly above the global
average.
12 ILO Regional Office for Asia and the Pacific, United Nations Building, Bangkok 10200,
Thailand, Accessed on 25/01/2016, Available at: http://www.ilo.org/wcmsp5/groups/
public/---asia/---ro-bangkok/---sro-bangkok/documents/publication/wcms_325219.pdf
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times higher than the monthly income in Vietnam and seven times higher
than the monthly income in Cambodia. This may be the reason why Chinese
trainees show lower levels of satisfaction about their income than trainees
from Vietnam and Cambodia.
In addition to the depreciation of Japanese yen, we learned from our
interviews that trainees were concerned about the numerous fees taken out
from their wages and payments for things like membership fees, health
insurance, pension and housing rent. These fees made it more difficult for
them to save or remit money as they would have liked under the TITP. The
accepting firms in Japan noted that they could not increase trainees’
allowances because they also had to make various types of payments such as
membership fees, service charges, training fees, pension fees etc. to various
government and private sector institutions involved in the program. An
account here on this issue and the present condition of the trainees is by a
commercial farmer who is hosting three Vietnamese trainees:
Most of the trainees have a very strenuous life under a very
low wage rate compared to Japanese workers who are doing
the same work. For example, 13 female trainees in our area pay
25,000 Yen per month for a small room that all of them share
together. They sleep on bunk beds and have hardly any room to
move their limbs. Their living condition is very low. The agent
in supervising organization does not allow them to move to a
suitable place despite the fact that inexpensive places are
plentiful in the region. Furthermore, the supervising
organization does not allow them to move freely even on the
holidays. Thus they live as if they are under arrest. The
organization is run by a Japanese man married to a Vietnamese
woman, and it charges 10,000 Yen per Vietnam trainee per
month from the accepting firm (in this case the farmer) just for
supplying labor but without any other service.
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The above statement reveals the poor conditions under which some trainees
live and work under the TITP. On the other side of the spectrum, in our
survey we found trainees living very comfortable lives similar to those of
Japanese workers in houses arranged by accepting organizations (farms in
this example) in Japan. The trainees also paid much less for housing rent
compared to trainees in agent-arranged accommodation. The farm family
looks after the trainees and takes them to a super market every weekend
which is situated far away from the trainees’ rented house. Also, trainees
receive vegetables and many other food items from their farm free of charge.
One of the farmers involved with trainees said that he visited his former
trainees’ home country to observe the possibility of helping them in the
future. Thus, some training firms maintain a continuous friendly relationship
with their trainees even after they return home.
In another instance, we talked with 30 Vietnamese women between the ages
of 20 and 25 working for an apparel factory in Saga. They were very much
satisfied with their experience in Japan. Their employer was like a father
figure who treated them as if they were his own children. They further noted
that this firm arranged tours to various famous places in Japan such as
Tokyo, Mount Fuji, Kyoto, Nara, and Hokkaido at company expense. The
company also organized a Vietnamese New Year party in February every
year and invited the local community to participate. When we discussed the
treatment of trainees with the chairman of the company, he expressed that
he wants to train these young Vietnamese women with a goal of establishing
a long-term social and economic relationship with Vietnam and didn’t want to
simply exploit this young labor force for short-term economic benefits. The
chairman then went on to say that he had already decided to invest in a
factory similar to his in Vietnam to produce the same goods for the ASEAN
market, employing women who served as trainees for his company in Saga
and returned to Vietnam. In this sense, he is continuing his relationship with
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trainees even after their return from Japan. The aforementioned account is a
good example of the TITP working the way it is supposed to. There is no
doubt that the Vietnamese trainees and their employer both received
benefits from the program and are in the process of establishing long-term
relationships that are beneficial to both Japan and countries in Asia.
② Problems faced by implementing organizations (accepting company) in Japan
Surveys and interviews by our team also attempted to ascertain the
problems or difficulties confronted by Japanese firms, which have accepted
Asian trainees to resolve their labor shortage. The involvement of a number
of government departments and ministries such as the Ministry of Justice,
Ministry of Labor and Ministry of Economy and Trade and Industry (METI)
presented major obstacles, representatives of the Japanese firms said, that
made it difficult for them to accept and employ foreign trainees efficiently.
This is partly because each ministry has different intentions and policies in
regard to accepting foreign laborers in the TITP. For example, the Ministry
of Justice wants to stop or limit accepting foreign labor to prevent crimes,
which allegedly have increased along with the increase in the number of
foreign laborers, while the Ministry of Labor and METI wants to increase
foreign labor force to address the labor scarcity problem in the domestic
market, particularly among Small and Medium Scale Enterprises (SMEs).
Many company managers complained that contradictory policies among
these ministries have made it difficult to make decisions on increasing their
labor supply under the terms of the TITP.
The strict and complicated bureaucratic procedure required by government
and private institutions for accepting trainees was also noted as another
impediment to accepting trainees. Japanese firms that used --- or
contemplated using --- Asian trainees said that regulations for accepting
trainees have become more stringent every year, making it difficult for them
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use foreign trainees. This is especially true for SMEs using labor intensive
methods and technologies. It is important to note that most Japanese
company managers feel on a macroeconomic level that the government
supports high-tech industries while neglecting SMEs such as those in the
apparel industry. The owners of SMEs argue that labor intensive industries
are very important to develop as an alternative strategy to provide
employment opportunities for the aging labor force in Japan because such
work does not require much physical strength or technical knowledge
compared to capital intensive industries. The SME owners said that elderly
workers liked working with the youthful trainees from various Asian
countries and were more enthusiastic about their work when they worked
with them.
The involvement of a large number of middlemen is another serious problem
faced by the training firms in Japan. This not only has increases costs for the
accepting firms but has also causes increased financial burden for trainees. In
many cases, accepting firms not only have to follow the rules and regulations
demanded by these middle men, but also have to pay for their services.
Although paying money or signing a financial bond is prohibited by JITCO, it
is a well-known secret that most of the trainees have to pay large sums of
money to home country sending organizations or brokers before their
departure. When this issue was discussed with a number of sending
organizations in sending countries, they said it was necessary to charge
money to meet their costs for training and preparing the trainees to be
admitted to the TITP. Most managers in training firms in Japan argued that
the present system of the TITP does more to indirectly help middlemen to
earn money in both labor sending countries (Asia) and the labor accepting
country (Japan) than it does to help solve the labor shortage problem faced by
Japanese firms, and improve knowledge, skills and income levels of the
trainees.
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The absconding of trainees is another serious problem faced by accepting
firms in Japan as well as sending countries in Asia. According to JITCO
White Paper in 2015, the running away of trainees surged by two times from
1,532 in 2012 to 3,139 in 2014. This again increased the costs of the accepting
companies because the companies had already paid a huge amount of money
to various local and foreign institutions and middle-men in the long process of
accepting trainees. Organizations in the sending countries suffered
difficulties such as declining demand for their recruitments services, an
inability to recover their money due to be paid them after the trainees
returned from Japan and reduced trust with Japanese firms.
The study found three major reasons for this trainee-absconding problem: 1)
harsh working conditions such as long working hours, various harassments in
the work place, strict rules and regulations enforced on their daily life, lack of
freedom (in some cases, even to visit the local shopping area with co-workers),
poor quality of accommodation and living conditions and extremely low
wages; 2) the influence of the diaspora who are already living in Japan and
engaging in various types of businesses , and their enticements of better
employment for higher wages; and 3) Japanese government policy towards
foreign migrant workers. The first reason has already been discussed by
various researchers, newspapers, the U.S. State Department, NGOs and
Japan Federation of Bar Association. Many of these sources highlight how
the TITP is linked with human rights violations. For example, the U.S. State
Department’s annual Trafficking in Persons Report blasted the program for
practices such extortionate contracts and attempts to keep trainees on an
extremely short leash, most notably by confiscating their passports (this
13 See http: state.gov/j/tip/rls/tiprpt/2011/164232.htm; http: state.gov/j/tip/rls/tiprpt/
countries/2013/ 215489.htm; http: state.gov/j/tip/rls/tiprpt/2007/82806.htm for detail
analysis on problems of Japan‘s The TITP.
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problem was addressed in a Japan Time articles dated April 5, 2014) 13. As for
the second reason for trainee desertion, the diaspora’s promise of better
work for higher wages, compared to that of the TITP, it is noteworthy that
many of the trainees ended up doing 3K work managed by the diaspora, for
instance in the Japanese used vehicle and parts export industry. The trainees
said that it is very hard for foreign employers to find Japanese workers for
such low-wage work. As a result, they often keep a very close eye on
migrants to fill their labor requirements. The third reason, ‘Japanese
government policy on migrant workers’, was brought during our surveys and
interviews with sending organizations in the Asia countries involved in the
TITP. Many of them blamed the Japanese policy of granting temporary
refugee visas to run-away trainees. According to sending organizations in
Asia, this flexible visa policy in Japan encourages trainees to abscond from
the training programs.
With the run-away trainee problem in mind, we conducted a survey in which
trainees were asked if they would continue their training in Japan if the
duration of the training program was increased from three to five years. It is
noteworthy that more than 50 percent of the respondents believed that three
years was sufficient. The major reasons for this, they said, were: 1) the TITP
is not giving them any useful knowledge on technology and management as
was promised; 2) the allowance (wages) they are receiving is very low and
also not as high as was promised by their local recruiter (sending
organization) at home; and 3) the working conditions are very harsh, and
housing facilities are very poor and they are not allowed to do more overtime
work to earn extra money. On these issues, significant variations were
observed according to the nationality of the trainees. For Cambodians and
Chinese, three years was sufficient, while the majority of Vietnamese said
they would like to stay longer. This finding is consistent with earlier findings
of few complaints and more satisfaction among Vietnamese trainees.
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In the survey trainees were asked which country they would select to work
in if they were given another opportunity to work in a foreign country. About
42 percent of the respondents --- particularly Vietnamese, followed by
Cambodians ---said they would like to work again in Japan. The rest of the
trainees selected other labor importing economies such as South Korea,
Singapore, Hong Kong and countries in the Middle East as their next work
destinations. A main reason for the selection of these countries was a desire
for a higher income, which they hope to receive in these countries. It is also
worthy reporting that all the trainees in the sample survey said they would
like the opportunity to work abroad again. These attitudes among the
trainees do not match up with the objectives of the TITP to help the
industries of the developing countries through the internship program.
Rather than employ the skills they learned in Japan in their home countries,
the trainees said they would rather work in another country, where
industries are already developed.
③ Problems faced by sending organizations in Asia
According to our surveys and interviews with sending organizations in Sri
Lanka and Thailand, providing adequate language instruction and other
necessary training before dispatching workers to Japan is one of the major
problems they face. This is at least partly because these firms are not
receiving sufficient funds from trainees or Japanese firms to appoint
knowledgeable teachers to train the TITP trainees. According to Thai
sending organizations, the most serious problem they have confronted is that
some Japanese firms decline to accept trainees in an unfair way after they
have already been trained. This has created various problems between
sending organizations and trainees, making it difficult for them to continue
recruitment in the future. The sending firms further noted that in the past
although they had trained people using their own limited funds in order to
meet the requirements of the Japanese firms, the host companies had not
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reimbursed them for the amount they had spent for training Thai workers.
The other uncertainty of this program pointed out by the sending firms is
that there is no guarantee of getting Japanese visa for their recruits after
spending more than eight months training the recruits and going through the
visa application procedure. During this period, trainees do not receive any
financial assistance to meet their daily living expenses. In some unfortunate
cases, Japanese immigration authorities have denied training visas to recruits
because Japanese firms did not furnish them with necessary documents in
time. Such cases occurred mainly as a result of the inefficiency of the
Japanese firms as well as because of the provision of fake information by
trainees. In both situations if the visa is not granted, the sending
organizations lose the money they spent training the recruits. They are also
under obligation to return the money they had received from the trainees.
The difficulty of communicating with trainees who are working in Japanese
firms was stated as another problem of the TITP. The majority of sending
organizations said that Japanese firms do not allow them to communicate
with their trainees. On top of this trainees too have insufficient facilities or
freedom to communicate with their relatives in the home countries. This is
probably because the Japanese firms that employ them are worried about
trainees making contact with the diaspora and running away from their jobs.
Another reason for this, perhaps, is the accepting firms are worried about
revealing their shortcomings and poor treatment of trainees to the outside
world.
The sending organizations also accuse some Japanese firms of not paying the
trainees as according to the terms that were agreed upon. This sometimes
results in trainees running away within a short period after their arrival in
Japan. The sending organizations have become aware of this situation from
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their inquiries and reports by returned trainees. As a result of this, it is
gradually becoming more difficult to find suitable people for the TITP in
Thailand. The prevalence of various opportunities to earn wages similar to
those offered by the TITP at home is one of the major reasons affecting the
decline of in number suitable people wanting to participate in the TITP. The
availability of similar job opportunities in Middle Eastern countries and South
Korea for higher wages with more attractive living conditions and benefits
may be the another principal reason for this. According to our surveys and
interviews in Sri Lanka and Thailand, construction workers in the Middle
Eastern countries enjoy the following advantages often not offered by
Japanese firms participating in the TITP: free accommodation near the
employment site, availability of overtime work, exemptions from taxes and
commissions, freedom to communicate and move around, relatively few
language, age and educational requirements and the relative ease of getting a
working visa without following strict rules and regulations.
Ways of living, culture, different attitudes towards work and the poor quality
of work of Thai and Sri Lankan workers were also seen as problems by
sending organizations in both Thailand and Sri Lanka. A representative of a
sending organization in Bangkok said:
The Japanese firms often ask us to recruit good looking young
men and women to this. When women find that the work is
hard but they are paid only a very low wage, it is natural for
them to consider absconding and finding an easy job in the
underground for a higher pay. For example, the workers from
North Isam do not work if they have rice to eat. Thai workers
are very lazy and like alcohol very much. They expect money
without working. But Japanese firms expect hard working
people for a low wage. I really want to visit my trainees and
inquire about their behavior and how they can minimize this
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problem, but Japanese SMEs do not allow their foreign laborers
to meet outsiders.
The above account reveals how differences in attitudes about work,
particularly among rural people, presents difficulties for both the labor
sending country and the labor accepting country.
Surveys and interviews with the Sri Lanka Bureau of Foreign Employment
(SLBFE) in the Ministry of Foreign Affairs and sending organization found
that ‘absconding’ is the biggest stumbling block for sending Sri Lankans to
the TITP. According to their data, more than half of the trainees ran away
from their work places in Japan. This is perceived as the main reason the
program has stagnated after a few very successful years since 2007.
According to the opinion of the SLBFE, this situation has propagated a
strong negative impression about Sri Lankan trainees and consequently it is
relatively hard to find Japanese firms willing to accept them. The SLBFE
have initiated a number of programs and pilot projects to attempt to
overcome this difficulty. They include: language and life style training,
requiring trainees to sign bond before they are dispatched to Japan,
appointing a welfare officer at the Embassy of Sri Lanka in Japan to help look
after the trainees and arranging seminars for sending organizations with the
participation of JITCO officials. Despite such efforts, the sending of Sri
Lankan trainees to the TITP is still stagnating without much of chance for
improvements in the future. Our surveys and interviews also found that the
popularity of jobs in the Middle East and South Korea among Sri Lankans has
also resulted in poor demand for the TITP. As noted previously, these two
countries pay higher wages with generally better facilities and working
environments than Japan.
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Ⅴ．Concluding Remarks
Although the TITP has strongly emphasized that its main purpose is
providing training in technology and management and transfer technology
from Japan to developing countries, our survey found that it was not possible
to transfer such skills as expected under this program. The majority of the
trainees stressed that this program has not been useful in improving their
skills in technical matters, management, computer operation and other
important areas of technical knowledge used in the production process of the
training firms. However, it is noteworthy that the opinions on the level of
knowledge that trainees gained varied considerably according to their
country of origin and this was largely correlated with the level of economic
development of their place of origin as well as similarities/differences in
sociocultural practices between the host country and the sending country of
the trainees.
The main reason the trainees did not acquire many technical skills is that for
the most part, tasks requiring advance technologies were carried out by
Japanese employees while the work duties allocated to foreign trainees were
mostly labor-intensive, mundane manufacturing tasks. This was a common
practice among most of the firms that utilized trainees in their
manufacturing activities. Poor government policy making and ineffective
methods used to achieve the TITP’s goals were among the other reasons the
program has fallen far short of achieving what it was designed to do.
At the same time, the survey also learned that the socioeconomic
background of the trainees and their main expectations played a part in the
low level of technology transfer. The majority of the trainees were young
women belonging to the poor strata of rural society. Their main expectation
was to make as much money as possible to help their families in their home
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countries not to learn new technologies from Japan and apply them to the
industrial development of their home country. Another issue to consider is
that the academic and language level of the trainees may not have been
sufficient to learn the sophisticated technologies used in Japanese
manufacturing industries. Perhaps, also, the Japanese firms not had intension
of teaching sophisticated technical knowledge because they believed the
TITP was set up to help them alleviate their labor shortages.
Japanese “social values” picked up by the TITP trainees while they were in
Japan were arguably the most important training acquired by the trainees
participating in the TITP. The vast majority of the trainees we surveyed,
regardless of home country and their social, economic and cultural
background, said social values such as honesty, quality of and commitment to
work, diligence and punctuality were greatly improved during their stay in
Japan. Thus, the job training provided by the Japanese firms, which suits
their own production goals, also has contributed to the improvement of work
ethics and various related social values some say are urgently needed by the
workforces in developing countries in Asia. We have no doubts that the social
values and work ethics acquired by the trainees in Japan will contribute to
the development of the work places the trainees work at when they return to
their home countries. This conclusion is consistent with our view that human
capital development is more than simply providing knowledge it also involves
imparting social values that have the potential to utilize human capital for
development more efficiently.
Some of the worst problems of the TITP, as we discovered in our survey, are
related to time-consuming bureaucratic processes, strict rules and
regulations, and the involvement of large numbers of middlemen. These
factors not only increased the costs incurred by both the sending institutions
in Asia and the accepting firms in Japan, they also contributed to the low
Workforce Development with Technical Intern Training Programme in Asia
―45―
wages of the trainees because most of the costs incurred for middlemen were
ultimately paid by the trainees. On top of this, the government’s
interpretation of trainees as regular employees in Japan requires them to pay
various taxes, pension fees, insurance etc., which also increase the financial
burdens on accepting firms as well as trainees. This situation has not only
increased the absconding rate among trainees from their work place, it has
also indirectly affected the gradual decline of trainee participation from
certain countries in the TITP and created a negative impression about Japan
among trainees.
Another major problem addressed in the survey is the unwillingness of
Japanese training firms to reveal the real situation of their training programs
to the outside world. This has created a climate of suspicion as well as a
proliferation of criticism and negative attitudes directed at the TITP in spite
of its various positive contributions to workforce development in Asia. The
limited freedom of trainees to move around and communicate outside their
work community and get involved with the regional society enhances
negative views about the TITP. The secretive behavior of Japanese firms
about the conditions of their trainees does not alleviate problems associated
with trainees rather it raises suspicion levels and sparks negative images
about Japanese society among young Asian people. Creating a good image of
Japan is important for both Japan and Asia to overcome various economic
and social difficulties and help achieve sustainable economic development as
well as establish a peaceful and stable Asian community in the long-run.
It should also be noted that it is necessary to do more research and conduct a
comprehensive questionnaire survey of a larger number of trainees all over
Japan before coming to a final conclusion. More than 160,000 trainees from
about 35 countries are now working in about 72 fields in all 47 prefectures of
Japan. The present study was based on only 308 trainees from three
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countries working mainly in the apparel industry in Saga prefecture.
Although the field survey intended to minimize the limitations of a small
sample by conducting interviews and discussions with officials and
representatives in sending and accepting firms in both Asia and Japan, as
well as with returned trainees, NGOs in Japan, researchers, it goes without
saying that the findings of this study can only be expressed with strong
limitations and caveats. Therefore, to go forward with this research it is
important to conduct a comprehensive survey in other prefectures
encompassing a large sample of trainees in various fields to get a complete
picture of the situation and make effective policies towards addressing the
goals of the TITP --- namely to help underdeveloped countries in Asia to
develop and address the labor scarcity problems of Japanese firms.
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Figure 1: Trend of Japanese Population, 1950-2045 (Million)
Source: http://www.stat.go.jp/data/nihon/02.htm (Extracted on February 25, 2016)
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